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April 2021
Welcome to the monthly newsletter from the UD Men for Gender Equity Initiative! This
monthly newsletter promotes gender equity efforts at the University of Dayton through
education, connection to resources, and providing actionable steps to advocate for gender
equtiy. We invite you to engage with this newsletter by forwarding it to colleagues,
participating in future events, and supporting gender equity in our community.

Making Active Change
In the spirit of creating active change at UD, the UD Men for Gender Equity Initiative
challenges all of the recepients of this newsletter to forward this message to at least 3

colleagues to connect more people across campus to gender equity. Even better,
encourage your colleagues to sign up to receive the newsletter!

Upcoming Engagement Opportunities

Equity Advocates: Applications Open!
The UD Men for Gender Equity Initiative is looking for more men*-identifying faculty and
staff to serve as Equity Advocates and promote gender equtiy at UD. Apply yourself or
forward this application to a colleague who you believe would be well suited for the role!
Equity Advocates are a group of men*-identified faculty, staff and administrators who
participate in a two day, train-the-trainer style workshop, and then work to continue campus
engagement and education for themselves and others, on issues of gender equity while
also serving as proponents of gender equity in their departments and units.

APPLY HERE
Applications close Monday, May 10, 2021 at 12:00p.m. EST
To find out more about the Equity Advocates, check out the application link above or the
website here: UD Men for Gender Equity - Equity Advocates
*We recognize that not all people identify as "man" or "woman", so if you identify outside of
the gender binary, please know that you are welcome to apply to the group that is best
connected to your identity and/or lived experience.

UD Men for Gender Equity Isidore Site is Now Live!
The UD Men for Gender Equity Advocates have launched a new virtual education site on
Isidore. Made for men*-identifying employees at all levels, this site provides self-paced
modules, resources, and spaces for virtual engagement to increase their knowledge, skills,
and strategies around issues of gender equity.
Employees can opt-in to the Isidore site using this link. Log in to Isidore using your UD
username and password, and select “Add Me” when prompted to join the site.
For questions or technical issues, please email UDMenforGenderEquity@udayton.edu.

The Equity Advocates and Women's Advisory Council are working hard to create virtual
and in-person engagement opportunities for the 2021-2022 academic year. Be on the
lookout in next month's newsletter for any new opportunities or
email UDMenforGenderEquity@udayton.edu for more information!

Did You Know?:
Numbers Around Gender Inequity

Women Working in Academia

Women experience misogyny and impact of gender inequality within academia and broader
society. The American Association of University Women (AAUW) reports fast facts on how
the representation of women in higher education faculty and executive positions is skewed.
• Women make up the majority of nontenure-track lecturers and instructors across

institutions, but only 44% of tenure-track faculty and 36% of full professors.
o Women of color are especially underrepresented in college faculty and
staffs — which contributes to lack of diversity, equity and inclusion in
teaching practices and curriculum as well as role models and support
systems for students.
• Women are still paid less than men at every faculty rank and in most positions
within institutional leadership, with higher education administrators experiencing
around a 20% gender pay gap and college presidents having a pay gap under
10%.
• Many key advancement opportunities in higher education professions often coincide
with women’s childbearing years, including graduate school, post-doctoral
fellowships, tenure review, and publishing pressures, which can limit women’s
consideration for positions and/or women seeking those positions at those times
• A number of studies have shown bias in publishing of academic articles — where
women are disproportionately published less, receive less credit than male
authors, or turning out fewer but more consequential pieces than their male
colleagues.
To see more numbers or explore AAUW, follow this link: Fast Facts: Women in Academia

Diving Deeper:
What You Can Do to Change Culture, Perception, and
Oppression
Implicit Bias: A Test in Self-Awareness
Implicit biases affect all of us as we are socialized to believe and behave under certain
norms. While not explicit, implicit biases have a large impact on our lives and the lives of
others.
One large step toward gender equity is dismantling implicit bias. However, in order to get
rid of implicit bias one must first become aware of their implicit biases.
ProjectImplicit has produced a variety of tests for individuals to better understand what
implicit biases they may have based on social identities. We encourage you to take a test
related to gender (Gender-Science or Gender-Career) on the ProjectImplicit website.
Click on the image above to take a test or follow this link.

Women of Color Faculty Experiences with White Students in the College Classroom
The experience of any marginalized identity group is impacted not only by self-perception
but also the perception of others. This Journal of Higher Education article by Kristie Ford
(2011) explores the experiences of 21 Women of Color (WOC) faculty and their interactions
with White students in the classroom.
Check out the full article by following this link: Race, Gender, and (Mis)Recognitions

Faculty Service Loads and Gender: Are Women Taking Care of the Academic
Family?
Academic service is a pinnacle in the life of university faculty. This paper investigates the
amount of academic service performed by women versus men faculty to find how women
faculty perform significantly more service than men, controlling for rank, race/ethnicity, and
field or department.
Read the full article by following this link: Faculty Service Loads and Gender

Disentangling the Influence of Classroom Demography on Classroom Participation
Often overlooked when addressing gender inequity in academia is the experiences of
women as students. Using an organizational demography lens, this 2018
article investigates the interactive effects of student gender, faculty gender, and classroom
demography on class participation. While specifically exploring business schools, this study

has important implications for faculty and administrators as they work to build more
inclusive learning environments which support all students’ development as leaders.
Read the full article by following this link: Building Gender Inclusivity

Share Your Experience
The Women's Advisory Council invites you to submit any comments, questions, or other
concerns related to gender equity and campus climate. The form is anonymous and will not
collect any identifying information. The Council will share these comments in aggregate
with the men's Equity Advocates and Allies as we work collaboratively to affect positive
change on campus.

Share Your Experience Here

Visit the UD Men for Gender Equity website for more information.
Subscribe to our newsletter.
The UD Men for Gender Equity Initiative is sponsored by the President's Office and the
Office of the Provost; in collaboration with many campus partners, it is housed in the
Women's Center. © Copyright 2021 University of Dayton. All rights reserved.

